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Abstract 
The aim of the study is to explore whether there is an effect of role stress  on the employees` occupational well-being. Using a 
sample of 180 sales representatives working in the pharmaceutical companies in Izmir, the present study set out to examine the 
relationships among role stress and the employees` occupational well-being. For the purpose of this research, data for each 
variable and its sub-dimensions were collected by using the role stress (Rizzo et. all, 1970) and occupational well-being (Schultz, 
2008) scales. The results obtained from the proposed models in which role stress dimensions, in turn, were hypothesized to have 
a significant correlation with each occupational well-being dimension demonstrate that intrasender conflict has a significant 
negative correlation with professional self-acceptance and managerial ambiguity has a significant negative correlation with 
occupational growth.  
Keywords: Well-being, role stress, intrasender conflict, professional self-acceptance, managerial ambiguity, occupational growth, industrial 
psychology, structural equation modeling;  
1. Introduction  
Role stress has received a lot of research attention in psychological, sociological, and organizational studies, 
particularly, the topics of role conflict and role ambiguity (Conley and Woosley, 2000: 179) has been discussed over 
the last several decades (Ortqvist and Wincent, 2006:399). Recently, role stress research has focused on the topic of 
role overload (Conley and Woosley, 2000: 179).  Rizzo et al. (1970) describe role stressors (role conflict and role 
ambiguity) as they relate to the principle of chain of command and the principle of unity of command by indicating 
that both classical organization theory and role theory deal with role stressors. Role conflict occurs when different 
actors hold different role expectations and impose conflicting behavioral expectations as to how to perform the role 
(Wincent et al., 2008: 233). Rizzo et al. (1970: 155) define role conflict in terms of the dimensions of congruency-
incongruency or compatibility-incompatibility in the requirements of the role, where congruency or compatibility is 
judged relative to a set of standards or conditions which impinge upon role performance. Rizzo et al.`s (1970:155) 
role conflict scale was based on the definitions of role conflict components which were defined in Kahn et al.`s 
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(1964) framework as person-role conflict, inter-role conflict, inter-sender conflict, and intra-sender conflict. The 
items included in their scale measure different conflict components. In their study Rizzo et al. (1970) examined role 
overload as a special type of role conflict. Latack (1981: 91) indicates that a role overload is the extent to which time 
and organizational resources available to the person prove inadequate to meet expectations of the role set. In other 
role stress research (Beehr et al., 1976; Conley and Woosley, 2000; Ortqvist and Wincent, 2006; Wincent et al., 
2008) role overload has been treated as a role stressor. Rizzo et al. (1970: 155-156) define role ambiguity in terms of 
the predictability of the outcome or responses to one`s behavior, and the existence or clarity of behavioral 
requirements, often in terms of inputs from the environment, which would serve to guide behavior and provide 
knowledge that the behavior is appropriate. Our own research addresses role conflict and role ambiguity from Rizzo 
et al.`s (1970) perspective. 
According to Latack (1981: 89), a large body of empirical work has linked role stress with a variety of 
dysfunctional outcomes for the individual and the organization (job dissatisfaction, distrust, anxiety, tension, high 
turnover, increased absenteeism, and undesirable physiological symptoms such as high blood pressure). Based on 
the results of the studied consequences of role stressors, it has been found that role stressors reduce organizational 
commitment (Agarwal, 1993), job satisfaction (Abdel-Halim, 1981) and performance (Jackson and Schuler, 1985); 
furthermore, Kemery et al. (1987) summarized that role conflict and role ambiguity directly influences job 
satisfaction and physical health. On the other hand, lower employees` ambiguity and conflict could foster affective 
and normative commitment (Addae and Parboteeah, 2008) and increase exhaustion (Jackson et al., 1987). In the 
model proposed by Kemery et al. (1985), role conflict and role ambiguity exerted a direct influence on job-related 
tension, job satisfaction, and propensity to leave an organization, and at the same time appeared to have indirect 
influences. Beehr et al. (1976) noted that the negative outcomes examined in role stress research almost exclusively 
involve the individual's well-being. Danna and Griffin (1999: 357) indicated that well-being in the workplace is an 
important concern that should continue to receive attention. Also they stated that the most part of the occupational 
well-being literature focuses on occupational stress. From this point of view, it is possible to say that role stress is 
closely linked with occupational well-being. 
In the literature, there are several studies related to different types of well-being such as subjective wellbeing 
(Diener et al., 1999), psychological well-being (Ryff, 1989a; 1989b; Ryff and Keyes, 1995), special concept of 
occupational well-being (Warr, 1987, 1994; Van Horn et al., 2004). In some research studies related to the 
occupational well-being or well-being in the workplace, different models have been developed to assess well-being. 
In Danna and Griffin (1999) study job satisfaction is considered to be one of the central themes of well-being in the 
workplace. In their framework the core constructs of well-being in the workplace are defined as individuals` 
life/non-work satisfactions and work/job-related satisfactions. According to Van Horn et al. (2004: 366), Warr 
(1987, 1994) developed a model of occupational well-being which is composed of four primary dimensions 
(affective wellbeing, aspiration, autonomy and competence) and a secondary fifth dimension (integrated 
functioning) that encompasses the four primary dimensions. Van Horn et al. (2004) drew upon the research by Ryff 
(1989) and Warr (1987) to create a comprehensive model of well-being specific to work. Their model is comprised 
of five dimensions. Three of these dimensions, affective, social, and professional well-being, are based on the Ryff 
(1989) and Warr (1994) models, as for the other two dimensions, cognitive and psychosomatic well-being, are based 
on the previous research (e.g. Taris et al., 2001). Schultz (2008: 29) points out that the existing theories related to 
positive functioning and work by Ryff might be applicable to a well being theory specific to the work context. She 
proposes a theory of occupational well-being as being a multidimensional construct, composed of six dimensions 
positive organizational relationships, professional self-acceptance, job autonomy, job purpose, environmental 
mastery, and job growth self-acceptance, environmental mastery, autonomy, 
positive relations with others, personal growth, purpose in life) developed by Ryff and colleagues. In our research, 
we have focused on psychological well-being related to workplace by considering Page and Vella-Brodrick (2009: 
448) who have suggested that psychological well-being scale (Ryff,1989a)  can apply to the workplace and also can 
be validated. In addition to this, Schultz (2008: 6) emphasized that instead of examining the relationship between 
general well-being and work-related outcomes, researchers should look at how occupational well-being relates to 
these variables of interest. Therefore, in this study, well-being is considered as occupational well-being composed of 
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six dimensions: positive organizational relationships, professional self-acceptance, job autonomy, job purpose, 
environmental mastery, and job growth (Schultz, 2008). 
organizational outcomes. Danna and Griffin (1999: 365) pointed out that some factors, like organizational stress, 
have an influence on employee well-being and health. Marzuki and Ishak (2011) concluded that occupational stress 
at work and individual well-being appears to be closely intertwined. Based on the findings, they further stated that 
work stress dimensions, namely, role ambiguity and role conflicts correlated and influenced wellness. Given the 
minority of research that investigated the relationship between role stress and occupational wellbeing, there is need 
to fill the gaps by examining the outcomes of role stress. It is clear that the role stress, often seen in fast-growing 
businesses or large enterprises, leads to possible negativeness on the well-being and has consequences for individual 
performance in the business environment.  In this context, this study can contribute to developing policies so that 
business managers can reduce stress levels and increase happiness of the employee and take measures to avoid 
operational efficiency being negatively affected
an effect of role stress on the employees` occupational well- t is considered that understanding this 
effect is of great importance to both the employee and the employer. The present study has been sets out to examine 
the relationships among role stressors (role conflict, role ambiguity) and the employees` occupational well-being.  
2. Research method 
2.1. Sample and data collection procedure  
Data for this study were collected from sales representatives working in the pharmaceutical companies in Izmir 
by means of a structured questionnaire. In order to select the sample, convenience sampling method was used. A 
total of 1500 sales representatives who were members of consultation platform for sales representatives in Izmir 
constituted the population of this research. The questionnaire was mailed to these members who were readily 
available and agreed to participate in the study.180 usable responses were returned yielding a response rate of 12 
percent. A total of 180 respondents, 140 of whom were males and 40 of whom were females with most respondents 
(63.9%)  aged between 25 and 34. Others were in the age groups of between 35-44 (33.3%) and between 45-54 
(2.8%). 11.1% of the participants have an associate degree, 75.6% of them have a bachelor degree, 9.4% of them 
have a graduate degree and 3.9% of them were high school graduates. The mean per capita income was 2.000-3.000 
TL. Among the respondents, 64.4% of them were married and 35.6% were single. 
2.2. Measures 
The questionnaire was designed to assess -
being. In order to assess role stress, the scale of Rizzo et al. (1970) consisted of two dimensions that were role 
conflict (15 items) and role ambiguity (14 items) was used. Respondents indicated their responses to each role 
stressors item, indicating the degree to which the condition existed for him or her, on a seven-point Likert-type scale 
7 -being was measured by employing the Shultz`s 
(2008) scale which was adapted from Ryff`s Scale of Psychological Well-being (SPWB) (1989b) to assess well-
being in organizations. Although there have been different versions of the Scales of Psychological Well-being,  the 
3-item scale has better factorial validity as evidenced from fit indices than the 9-item and the 14-item versions (Van 
Dierendonck, 2005). Therefore we employed scale with 3 item sub-scales. This scale measures perceived 
occupational well-being in terms of six dimensions: positive organizational relationships, professional self-
acceptance, job autonomy, job purpose, environmental mastery, and job growth. Respondents indicated their 
responses to each well-being item by indicating which answer best described their present agreement or 
disagreement, on a six-point Likert-  
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3. Results 
3.1. Exploratory Factor Analysis (EFA) 
The result of the principal component factor analysis applied to the 29 items related to scale  
indicated that there were four underlying dimensions (subscale) explaining 55,75% of variance. The cleanest rotated 
solution was obtained by omitting 11 items. The reliability coefficients ranged from 0.65 to 0.83. In the current 
study alpha coefficient for the full role stress scale was 0.88. Unlike the study of Rizzo et. al. (1970), role stress 
scale had four dimensions labelled as managerial ambiguity, behavioural ambiguity, intrasender conflict and 
intrarole conflict. Factor analysis applied to the 18 items related to -  indicated that 
there were three underlying dimensions (subscale) explaining 58,31% of variance. The cleanest rotated solution was 
obtained by omitting 9 items. The reliability coefficients range from 0.62 to 0.65, thus, these results adequately meet 
the standards for such research (Nunnally, 1978). Alpha coefficient for the full occupational well-being scale was 
0.73. Unlike Schultz`s (2008) and Ryff and Keyes`s (1995) studies, occupational well-being had three dimensions. 
These dimensions were labelled as work-related happiness, professional self-acceptance and occupational growth. 
3.2. Confirmatory factor analysis (CFA) 
In order to verify the scale measuring sales -
being, two confirmatory measurement models identified through the EFA procedure were tested by using a CFA. In 
the first measurement model, which specified the posited relations of 18 observed variables to the 4 latent variables, 
role stress construct was operationalized by the following latent variables: managerial ambiguity, behavioural 
ambiguity, intrasender conflict and intrarole conflict. On the other hand, in the second measurement model, which 
specified the posited relations of 9 observed variables to the 3 latent variables, occupational well-being construct 
was operationalized by the following latent variables: work-related happiness, professional self-acceptance and 
occupational growth. Results obtained from CFA validated that role stress has 4 dimensions that can be measured 
by 18 items and occupational well-being has 3 dimensions that can be measured by 9 items. Goodness-of-fit indices 
for the role stress and occupational well-being measurement models were presented in Table 1. The goodness-of-fit 
indices revealed that the proposed measurement models were fit the data well. 
Table 1. Goodness-of-fit indices for the role stress and occupational well-being measurement models (N=180)  
 
Goodness-of-fit indices Chi-square (df) p-values RMSEA GFI AGFI NFI NNFI CFI IFI RMR 2/df CN  
Role Stress CFA 172.62a (124) 0.0026 0.047 0.90 0.87 0.94 0.98 0.98 0.98 0.05 1.39 165 
Well-being CFA 23.34a (23) 0.44 0.009 0.97 0.94 0.94 1.00 1.00 1.00 0.04 1.01 310 
 
Note:  ap<.05. RMSEA (root mean square error of approximation), GFI (goodness-of-fit index), AGFI (adjusted GFI), NFI (normed fit index), 
NNFI (non-normed fit index), CFI (comparative fit index), IFI (incremental fit index), RMR (root mean square residual), CN (critical N). 
3.3. The structural equation model (SEM) and hypotheses testing 
In order to test the relationships between role stress and occupational well-being constructs, 3 structural equation 
models in which 4 dimensions of role stress associated with one of 3 dimensions of occupational well-being were 
developed and tested with structural equation modeling. We hypothesized that there is a significant correlation 
between each dimension of role stress and each dimension of occupational well-being. Fig.1, Fig.2, and Fig. 3 depict 
the hypothetical causal relationship between the 4 exogenous constructs and endogenous construct. According to the 
goodness-of-fit indices, the proposed structural models were found to fit the data well. The overall fit of these 
models was presented in Table 2. When the parameter estimates were evaluated for the relationships of managerial 
ambiguity, behavioral ambiguity, intrasender conflict and intrarole conflict with work-related happiness (H1, H2, 
H3 and H4), none of the 4 hypothesized relationships were supported in our first structural model. From the results 
obtained from the first proposed model, the exogenous variables of managerial ambiguity (10%), behavioral 
ambiguity (31%), intrasender conflict (29%) and intrarole conflict (31%) can explain the percentages indicated in 
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parentheses of the variation in work-related happiness. Consequently, the model explains 0.49% of the total 
variation in work-related happiness.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Fig.1. Results of the first structural model 
 
 
The parameter estimates related to second proposed model revealed that 1 (H7) of 4 hypothesized relationships was 
supported. Because the t-value of intrasender conflict (-2.45) was well above the critical level 
intrasender conflict dimension of the role stress has a significant negative correlation with professional self-
acceptance dimension of the occupational well-being (H7). As a result, in the second proposed model, the 
exogenous variables of managerial ambiguity (22%), behavioral ambiguity (81%), intrasender conflict (65%) and 
intrarole conflict (78%) can explain the percentages indicated in parentheses of the variation in professional self-
acceptance. Eventually, the model explains 0.41% of the total variation in professional self-acceptance.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  
 
 
 
 
  
Fig.2. Results of the second structural model 
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In Fig. 3, the results of the parameter estimates related to the relationships of managerial ambiguity, behavioral 
ambiguity, intrasender conflict and intrarole conflict with occupational growth (H9, H10, H11 and H12) showed 
that, managerial ambiguity is a significant predictor of the occupational growth (H9). Because the t-value of 
managerial ambiguity (-2.07) is well above the critical level managerial ambiguity dimension of 
the role stress have a significant negative correlation with occupational growth dimension of the occupational 
well-being. Thus, 1(H9) of 4 hypothesized relationships was supported in our structural model. In the third proposed 
model the exogenous variables of managerial ambiguity (45%), behavioral ambiguity (13%), intrasender conflict 
(15%) and intrarole conflict (5%) can explain the percentages indicated in parentheses of the variation in 
occupational growth. Finally, the model explains 0.26% of the total variation in occupational growth.  
 
  
 
 
 
 
 
 
 
 
 
 
 
 
Fig.3. Results of the third structural model 
 
Table 2: Goodness-of-fit indices for the theoretical proposed models (N=180) 
 
Goodness-of-fit indices Chi-square (df) p-values RMSEA GFI AGFI NFI NNFI CFI IFI RMR 2/df CN  
SEM 1 284.71a (215) 0.0010 0.043 0.88 0.85 0.92 0.97 0.97 0.97 0.05 1.32 157 
SEM 2 222.54a (156) 0.00037 0.049 0.89 0.85 0.93 0.97 0.97 0.97 0.05 1.42 155 
SEM 3 214.82a (155) 0.0011 0.046 0.89 0.85 0.93 0.97 0.98 0.98 0.05 1.38 160 
 
Note:  ap<.05. RMSEA (root mean square error of approximation), GFI (goodness-of-fit index), AGFI (adjusted GFI), NFI (normed fit index), 
NNFI (non-normed fit index), CFI (comparative fit index), IFI (incremental fit index), RMR (root mean square residual), CN (critical N). 
4. Discussion and conclusion 
In summary, all of the structural models were found to give an adequate description of the data, which justifies 
the following three conclusions. First, the results indicated that intrasender conflict has a significant negative 
correlation with professional self-acceptance and managerial ambiguity has a significant negative correlation with 
occupational growth.  The results of the study suggest that intrasender conflict is an important variable influencing 
professional self-acceptance. It can be concluded that when the lower intrasender conflict is generated 
organizationally the higher professional self-acceptance is felt by employees. Second, the findings of this study 
provided evidence that managerial ambiguity is an important variable influencing occupational growth. Thus, 
reducing the managerial ambiguity in the organization may be a way to improve occupational growth. These 
findings are consistent with Danna and Griffin`s (1999), Marzuki and Ishak`s (2011) and Perrewe`et al.`s (2002) 
indications. Third, in addition to the existing organizational outcomes (job satisfaction, commitment etc.) any other 
important variable (well-being) can be evaluated in the industrial and organizational psychology literature by 
proving the relationship between the role stress and occupational well-being. In the light of these results, we can 
conclude that the negative effect of role stressors on sale representatives` occupational well-being can be due to the 
lack of awareness about career plans, sales quotas that are be met, concern for the future and lack of job security. 
Furthermore, the conflict between the time, inadequate resources, capabilities of the sales representatives and the 
role attributed to them can affect their well-being in the work place. In order to provide sales representatives` 
occupational well-being, it can be suggested that the organizations let employees design their own business plans 
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and participate in decisions. Moreover, the organization`s work demands should be compatible with the employees` 
training and capability levels. 
Although this research presents evidence regarding the relationship between role stress and occupational well-
being, the results should be interpreted in light of the study`s limitations. Due to financial and time constraints, the 
research is limited among the pharmaceutical companies operating in province of Izmir. Future studies should test 
the validity of the measurement models on different and larger samples. In our study, occupational well-being was 
studied as an organizational output variable of role stress. There might be other factors influencing and interacting 
with occupational well-being. Future researchers are advised to investigate additional predictors of occupational 
well-being which could be included in the model to act as mediators. 
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